Organizational creativity has become one of the major research areas in the field of organizational behavior during the last two decades. This paper aims to provide a better understanding of the association between universal individual values and employee creative behavior and explores the mediating effect of leadership on the relationship between individual values and employee creative behavior. The research sample was chosen from service sector employees owing to the fact that the role of leadership and motivation for creativity is especially important in knowledge intensive, complex and uncertain environments. Survey method was used to examine the perceptions of the respondents about individual values and leadership style, and their impact on self-perceived creative behavior. Hierarchical regression and Sobel Test were applied to examine the mediating effect of leadership on individual values and employee creative behavior relationship. The results show that the individual value dimensions of self direction, achievement, and universalism explain the majority of variance in employee creative behavior. The findings of both the hierarchical multiple regression analysis and the Sobel test support the partial mediating effect of leadership on individual values and employee creative behavior relationship. The originality of the paper is related to the attempt for understanding the mediating effect of leadership on individual values and creativity relationship which has been under-researched in the literature. Furthermore, the study intends to contribute to a new and important research agenda through the examination of the relationship between universal basic values and employee creative behavior in a sample of Turkish employees.
and creativity. Schwartz (1992) defined individual values "as desirable, trans-situational goals, varying in importance that serve as guiding principles in people"s lives" (p. 521). Depending on the Schwartz"s Value Theory (1992) , this study first tries to explore whether there exists a relationship between individual values that employees possess as guiding principles in their lives and their creativity related behaviors. Apart from cross-cultural differences of values (Schwartz & Sagie, 2000) , each country also can be considered to preserve a heterogeneous value structure within itself. The commercial and industrial activities, regional and ethnic differences play an important role in the emergence of subcultures. Turkey is one of the countries experiencing different variety of values due to the emergence of different subcultures. As Ergin and Kozan (2004) states: "Turkey can be considered as a country with diverse set of values due to its westernization efforts" (p. 37). The traditional life style is observed mostly in the east rural areas of the country, which is also prevalent in migrant populations moving from the countryside to major urban areas. Considering their central role in personal and social life, values deserve more research attention than they have received thus far. In the present study, individual values are evaluated from the perception of employees, presuming the veracity of the fact that creativity is a self-awareness process, and that analyzing individuals" self-perceptions and subjective experiences may be the first and most important step towards understanding the process of creativity.
There also exists a major leadership challenge as managers seek ways to foster and maintain creativity at work. The pace of change that organizations are confronting today has led leaders to be more adaptive. Within the dynamic organizational environment, "the hallmark of contemporary leadership is the capacity to foster employee creativity" (Tierney, 2008; p. 95) . The leaders are encouraged to work with their employees to generate creative solutions for complex problems, and to guide them in handling the developments and changes (Bass, Avolio, Jung, & Berson, 2003) . At both individual and organizational level, supervisory support and leadership are considered to be important antecedents to creativity (Smith & Shalley, 2003) . Therefore, a key research question depends on the role of leadership in motivating employees to engage in creative tasks. Results of previous studies showed links between individual values and transformational leadership (Sarros & Santora, 2001; Ergin & Kozan, 2004) , as well as links between transformational leadership and creativity (Shin & Zhou, 2003; Jung, Chow, & Wu, 2003; Mumford et al., 2002) . However, the mediating role of leadership remains unexplored. The present study analyzes the mediating effect of leadership, trying to explore the role of leadership in the individual values -creativity relationship.
In the service industry, jobs are complex, demanding, and require autonomy in facing challenges; service employees are then, encouraged to focus their attention on considering different alternatives and creative outcomes (Shalley & Gilson, 2004) . In order to clarify these relationships, the target sample is selected as the Turkish service industry employees.
The current study is among the first to explore the effect of leadership as the mediating variable between individual values and employee creative behavior (ECB) in Turkey. It provides a cultural perspective, as more studies are needed to further understand the impacts of individual values on creativity, especially in organizational settings outside North America and Europe.
The study attempts to explore the following research questions: RQ1. What are the individual values that are related to employee creative behavior? RQ2. Do leadership behaviors mediate the relationship between individual values and employee creative behavior?
Theoretical Background

Creativity and Employee Creative Behavior (ECB)
Creativity can be defined as the seed of all innovation and psychological perceptions of innovation (Amabile et al, 1996) . "It is the ability to produce work that is both novel (original, unexpected) and appropriate (useful, adaptive concerning task constraints)" (Sternberg, 1999) . Organizational creativity, with its roots in general research on creativity and psychology, mainly concentrates on variables that have direct and influential implications for workplace (Shalley & Zhou, 2008) .
The individual is the ultimate source of any new ideas, and provides the foundation for innovation (Shalley & Gilson, 2004 ). Campbell"s evolutionary model of creativity argues that creativity is not a process performed only by brilliant individuals, but that it can be developed through trial and hard work (Amabile, Barsade, Mueller, & Staw, 1995) by focusing on idea generation and variation. Shalley (1995) (Farmer, Tierney, & Mcintyre, 2003) . Farmer et al. (2003) discussed that past creative behavior as seen by self, should be a predictor of future creative activity. Self perception of employees about their creative behavior in the workplace also draws attention to the importance of intrinsic motivation (Amabile et al., 1996) .
Schwartz's Framework
The definition of the term individual values takes its place in different contexts. Despite the variety of definitions, the common theme for the definition of values is related to an individual"s goal or mode of behavior. Scholars have (Rokeach, 1973; Schwartz, 1992) conducted extensive studies to determine the nature of individual values. Schwartz (1992) operationalized the concept of individual values, and his study has been validated in many cross-cultural settings.
Schwartz defined values "as desirable, trans-situational goals, varying in importance that serve as guiding principles in people's lives" (Schwartz et al., 2001, p. 521) . His theory consists of ten motivationally distinct types of values that are recognized by members of most societies and the goals that serve as guiding principles. Self-direction Independent thought and action-choosing, creating, exploring, desiring to be self-governing.
Universalism
Understanding, appreciation, tolerance, and protection for the welfare of all people and for nature.
Benevolence Preservation and enhancement of the welfare of people with whom one is in frequent personal contact.
Tradition
Respect for, commitment to, and acceptance of the customs and ideas that traditional culture or religion impose on the self, holding onto traditional customs and ideas.
Conformity
Restraint of actions, inclinations, impulses likely to upset or harm others and to violate social expectations or norms, obeying social expectations. Security Safety, harmony, and stability of society, of relationships, and of self.
In addition to presenting ten motivational types of values, the theory also specifies the dynamic relationships among them (Schwartz & Sagie, 2000) by introducing a circular structure of relations among the ten values according to their motivational compatibility or incompatibility (Struch, Schwartz, & Van der Kloot, 2002) . The first dimension is labelled conservation versus openness to change, whereas the second dimension is labelled self-transcendence versus self-enhancement. Openness to change covers values of self direction and stimulation, whereas conservation comprises values of security, conformity, and tradition. Self-transcendence covers values of universalism and benevolence, whereas self-enhancement comprises values of power and achievement. Finally, hedonism includes elements of both openness to change dimension and self enhancement dimension.
Full Range Leadership Theory
Owing to the fact that the existing theories of leadership primarily were limited to focusing on basic exchanges between leaders and followers such as role and goal clarification, rewarding or punishing behavior; Bass (1985) underlined the necessity to understand how leaders could influence followers to transcend their self-interest for greater goals of organizations in order to achieve optimal levels of performance. Being aware of that necessity, Bass and Avolio (1995) developed a full range model of leadership. The original theory included four transformational and two transactional leadership factors and one non transactional laissez-faire leadership factor.
Transactional leadership consists of an exchange between leaders and followers in which followers receive certain values and outcomes, when their leader"s wishes are fulfilled (Burns, 1978 2) Management by Exception (Active): Leaders actively seek deviations from standard procedures, and ensure that standards are met. The leader enforces rules to avoid mistakes (Bass, 1997) and clarifies objectives (Bass et al., 2003) .
3) Management by Exception (Passive): The leader only intervenes if deviations from the standard procedures and irregularities take place and wait to take action until problems become serious (Bass, 1997) .
4) Laissez Faire: It is a non-leadership dimension. The leader avoids making decisions, accepting responsibilities, using authority and, taking responsibilities (Den Hartog, Van Muijen, & Koopman, 1997) . Bass (1985) introduced the transformational leadership concept to organizations to describe the leaders engaged in transforming organizational changes, and motivating followers. Transformational Leaders are able to inspire their followers through four dimensions (Bass & Avolio, 1995) , explained as follows:
1) Idealized Influence: This dimension is also referred as charisma. This dimension is further subdivided into two perspectives. Idealized influence (attributed) is related with whether the leader is perceived as confident, powerful and focused on higher-order ideals and ethics (Antonakis, Avolio, & Sivasubramaniam, 2003) . Idealized influence (behavior) comprises charismatic actions of the leader, focused on values, beliefs and a sense of mission (Antonakis et al., 2003) .
2) Inspirational Motivation: Leaders act as a model for their followers by projecting an idealized vision, communicating that the vision is achievable, stressing ambitious goals, viewing future with optimism, providing encouragement for what needs to be done, and using symbols to focus efforts (Den Hartog & Koopman, 2001; Bass, 1997) .
3) Intellectual Stimulation: It refers to the leader actions with the purpose of challenging followers to think creatively and to find solutions to difficult problems (Antonakis et al., 2003) .
4) Individualized Consideration: Followers are treated as individuals, not just members of the group (Dionne, Yammarino, Atwater, & Spangler, 2004) . The leader concentrates on the individualization and development of followers.
Individual Values and Creativity
In many research studies values have been found to predict "behavior" (Ball & Rokeach, 1973; Denny, 1979; Grube et.al., 1977 , Homant & Rokeach, 1970 Penner, 1971; Rokeach, 1973; Shotland & Berger, 1970 as cited in Rokeach & Regan, 1980; p. 579) and "attitudes" (Feather, 1975; Rim, 1970; Rokeach, 1973 as cited in Rokeach & Regan, 1980; p. 579) . As stated by Meglino and Revlin (1998) , values directly affect behavior, depending on the fact that they encourage individuals to act in accordance with their values, and values have their greatest impact in the absence of situational variables that affect behavior in other ways.
Corroborating the argument that individual values may predict behavior, creativity related behaviors have been shown to be related to values. Gump (2003) explored the relationship between individual values and creative accomplishments, and found that values could be used to predict creativity. Dollinger, Burke and Gump (2007) tested the prediction that creative individuals hold a different values system than their less creative counterparts. In parallel with prediction, creative accomplishments and products correlated significantly not only with the self-direction value dimension but also with universalism and stimulation. Creative accomplishments correlated negatively with the value dimensions of tradition, security, and power.
Self direction and stimulation are the two value types, which fall within the dimension of openness to change, and they measure interest in and openness to unconventional ways of doing things. It would be then possible to expect them to have a positive relationship with creativity. As stated by Mumford (2000) , achievement is a strong motive, expected to be demonstrated by creative people, because those people tend to be independent, and follow their own ideas for achievement, without being concerned by socially imposed expectations. Therefore, achievement is expected to be positively related with ECB. Extrinsically motivated employees are challenged primarily by the extrinsic goal, and follow the strategy to take the safest, surest, and fastest way, whereas intrinsically motivated employees concentrate on the interest, challenge, and enjoyment. Creativity at the individual level is expected to be more related with internal motivation (Amabile, 1988) . Stimulation, selfdirection, and achievement can be considered as values with inward orientations. The novelty, challenge, and excitement of creative behavior can be expected to be linked positively with stimulation. Self direction is an individual value dimension defined as independent thought and action by choosing, creating, exploring, and Vol. 8, No. 6; desiring to be self-governing (Bardi & Schwartz, 2003) . It includes value items emphasizing creativity, freedom, choosing own goals, being curious and independent (Rice, 2006) . As a result, self direction can be considered to have direct links with creativity.
In line with the literature review, the following hypotheses were formulated:
H 1: There is a significant relationship between individual values and ECB.
H1a: Three individual values (Self direction, Stimulation, Achievement) explain the majority of variance in the dependent variable of ECB.
The Mediating Role of Leadership
According to path-goal leadership theory, individuals are most likely to be motivated by leaders who can provide different ways towards their need fulfillment. Several recent studies of leadership have examined the importance of leaders on employees" creative behavior (Tierney & Farmer, 2004; Jaussi & Dionne, 2003; Jung et al., 2003) , and discussed that effective leadership enhanced ECB and their willingness to engage in creative processes. Amabile"s Componential Theory of Creativity claimed that leaders could influence both the level and frequency of creative behaviors among followers. That discussion opened way to research into how leaders could trigger creative behavior of employees. Applied to creativity, findings point to transformational leadership. Transformational leadership behaviors including intellectual stimulation, vision articulation, role modelling and transcendence of self interest, were found to be related with creativity (Shin & Zhou, 2003; Jung et al., 2003; Mumford et al., 2002) . Shin and Zhou (2003) suggested that transformational leadership is related to follower creativity through its impact on intrinsic motivation. Transformational leadership behaviors closely match the determinants of innovation and creativity at the workplace (Elkins & Keller, 2003) , and its dimensions of vision, support for innovation, autonomy, encouragement, recognition, and challenge act as "creativity enhancing forces" (Gümüşlüoğlu & İlsev, 2009; p. 462) . As Shin and Zhou (2003) suggested, transformational leadership dimensions help to progress creative behavior at both micro and macro levels of the organization by energizing and encouraging employees to handle the tasks and problems in novel ways that challenge the status quo.
Although a handful of studies have examined the effects of leadership on followers' creativity, the mediating role of leadership between individual values and ECB has been under-researched in the literature. As Tierney (2008) claimed, certain types of leaders can be more effective with certain types of employees in fostering creative performance, because their characteristics serve to complement each other. As Egri and Herman (2000) stated, leaders with openness to change values mostly exhibit transformational leadership. In this regard, it might be expected that leadership plays a mediating role in fostering ECB especially for employees with individual values possessing creativity related value items. Shin and Zhou (2003) claimed that transformational leadership enhanced intrinsic motivation of employees, encouraging them to produce novel and appropriate ways of conducting tasks. 
Method
Sample and Procedure
The data collection method of the present study is based on surveys and conceptual modeling (Meredith et al., 1989) . The nature of the research design is correlational, and it is a cross-sectional study. The sample is randomly selected from companies operating in service sector in İstanbul, Ankara, and İzmir. Within that perspective, the data for the study was collected through random sampling from a list obtained from The Chamber of Commerce and Turkish Banker"s Association. A total of 370 respondents are included in the sample from 20 different companies, operating in service industry.
Measurement Instruments
The research instrument used in the current study has four main sections. The first section covers six socio-demographic items. The remaining sections include the measurement instruments used to assess ECB, individual values and leadership.
Employee Creative Behavior: ECB was measured by Rice"s (2006) nine-item inventory. Rice (2006) operationalized ECB using items based on literature such as Ganesan and Weitz (1996) , Amabile et al. (1996) , Mumford and Gustafson (1988) , Oliver and Anderson (1994) . Items were scored on a five-point Likert-type scale.
Individual Values: The Schwartz Value Survey has gained importance and widely accepted as a valid and reliable instrument (Fontaine & Richardson, 2005) . Schwartz and his colleagues developed the measurement device (Schwartz Value Survey/SVS), composed of 56 items with 10 value dimensions. Respondents were asked to rate how important each statement is as a guiding principle in their lives on a nine point scale. In the present study, the instrument of individual values is based on Schwartz Social Value Theory and includes 10 items as 5 point Likert type questionnaire ranging from strongly agree to strongly disagree. This was done by using ten main individual dimensions as single items to measure each value (Yahyagil & Otken, 2011 The three items related with perceived success of leader were taken out, depending on the fact that the perceived success of the leader was not one of the research concepts of this study.
Results
Descriptive Statistics
Descriptive statistics indicate that 55.4 percent of the respondents of the study were male (205 male) whereas 44.6 percent were female (165 female). The majority of the respondents (28.1 percent) were between the ages of 26-30 and 23 percent of them were between 31-35 years. Nearly half of the respondents (53.5 percent) were university graduates. Among the six categories that represent the position held in the organization, 29.2 percent were technical staff (engineers mostly), 23.2 percent were specialists and 15.1 percent were managers. 41.9 percent of the respondents had been working in the current organization over 5 years. When the total work experience of respondents is considered, it can be stated that nearly half them (48.9 percent) had been working for more than 10 years.
Reliability and Exploratory Factor Analysis
Cronbach"s alpha was used to assess the internal consistency of the variables for measuring the reliability of scale. The reliability of the research concepts were found before the factor analysis and the generally agreed lower limit of 0.70 were surpassed. For ECB, KMO value was found 0.894 and Bartlett"s Test of Sphericity was significant (p = 0.000); indicating that the data was adequate and appropriate to conduct factor analysis. ECB items were grouped into two factors. The first factor was related with items about efforts to achieve creativity and the second factor was related with items about creative performance (Table 3) . 
Correlation and Regression Analysis
To test the relationship between individual values and ECB, Pearson"s correlation analysis was performed.
Results show that there is a significant, positive, but weak relationship (Sipahi et al., 2006) between individual values and ECB (r=0.271, p= 0.00). According to the regression analysis, they explain 7.3% of variance in each other (Table 6 ). When the factors of the individual values are put into Pearson correlation analysis with ECB, it is observed that there is a significant, negative and moderately strong relationship (r=-0.385, p=0.00) between individual values factor 1 (self transcendence and conservation) and ECB, whereas there is a significant, positive and strong relationship (r=0.695, p=0.00) between individual values factor 2 (openness to change and self enhancement) and ECB. Hence, H1 was supported. A regression analysis was performed to test H1a, and the results revealed that self direction account for 49.4 percent of the variance that individual value explains on ECB. Universalism and Achievement made an additional 3.3 percent and 1.3 percent explanation on ECB. In the hypothesis 1a, stimulation dimension was also added as a dimension in explaining the variance for ECB. Nevertheless the outcomes did not support this part of the hypothesis, and hypothesis 1a is partially supported as shown in Table 7 . The mediating role of leadership was tested with three step regression analysis (Baron & Kelly, 1986 as cited in Caligiuri et al., 1998) . If mediating variable was statistically significant and the significance value of the independent variable dropped to insignificance, then it could be said that there was full support for mediation. Transformational leadership had a significant effect on ECB. In addition, the inclusion of transformational leadership decreased the effect of individual values from β = 0.271 (p <0.01) to β=0.199 (p <0.01) on ECB. Since a significant individual values influence on ECB still remained, it was likely that a partial mediation of transformational leadership in the relationship between individual values and ECB of employees occurred (Table  8 ). Transactional leadership also had a significant effect on ECB and the inclusion of transactional leadership decreased the effect of individual values from β = 0.271 (p <0.01) to β=0.213 (p <0.01) on ECB. For the purpose of exploring the dimensions of transactional leadership which may have a mediating effect, a further regression analysis was made. As displayed in Table 9 , the analysis revealed that the dimension was contingent reward. This can be observed by the β decrease from 0.271 to 0.213., whereas the first step was insignificant when management by exception was taken as a dimension. Thus, Hypothesis 2 is partially supported. The results were also cross-checked and confirmed by conducting Sobel test (Sobel, 1982) . A calculation of Sobel test showed significant result (z = 3.078, p = 0.002 07), suggesting that transformation leadership mediated the effect of individual values on ECB. The mediating effect of contingent reward dimension of transactional leadership was also significant (z = 3.026, p = 0.002 47), indicating mediating at the lower level.
Regarding demographics, no significant differences were observed in terms of gender, age, education, work-position, organizational tenure, and work tenure.
Discussion and Conclusion
One of the research findings that deserve attention is that there is a positive and significant relationship between universal individual values and ECB. Three values namely, self-direction, universalism, and achievement were found to explain the majority of variance in ECB. Self direction is an individual value dimension expressed through independent thought and action by choosing, creating, exploring, and desiring to be self-governing (Bardi & Schwartz, 2003) . Self-direction was found to have the strongest explanatory power on ECB. The findings of the present study about the positive relationship between achievement and ECB are in parallel with the expectations, dependent on the link between creativity and achievement by definition and the literature review. It was stated by Mumford (2000) that achievement is a strong motive which is expected to be demonstrated by creative people, because they tend to be independent and follow their own ideas for achievement, without being concerned by socially imposed expectations. The employees, who consider personal success and demonstrating competence as guiding principles in life, can be considered more likely to exhibit creative behavior in the work context.
Although some researchers (Dollinger et al., 2007) found a positive and significant correlation between universalism and creative accomplishments, contrary viewpoints do exist as well. Adams, Licht, and Sagiv (2011) in their study associated entrepreneurial values and innovation with higher achievement, power, and self direction values, whereas they were found to be related with lower universalism value. Another recent research study (Gorgievsky, Ascalon, & Stephan, 2011) revealed that innovativeness was guided by self enhancing values comprising power and achievement, whereas self transcendent value dimensions such as universalism and benevolence were related with softer success criteria unrelated with innovativeness. The origins of the negative relationship between creativity and universalism, found in the present study, may be explained by the contradiction between the individualistic nature, as well as the intrinsic motive of creativity and the holistic nature of universalism concentrating on welfare of all people and nature.
In regard to the mediating role of leadership, transformational leadership was found to have at least partial mediator role in the relationship between individual values and ECB. According to the hierarchical regression results, there was a significant decrease in the effect of individual values on ECB when transformational leadership was added to the analysis. The competence between employees" individual values and perceived transformational leadership may lead to highly perceived ECB. Furthermore, the contingent reward dimension of transactional leadership was also found to play a partial mediator role. A vast amount of literature draws www.ccsenet.org/ibr
International Business Research Vol. 8, No. 6; attention mainly on the effect of intrinsic motivation on creativity (Woodman et al., 1993; Oliver & Anderson, 1994; Amabile et al., 1996; Zhou, 2003; Rice, 2006) , ignoring the possible effect of contingent reward as an extrinsic motivation. On the contrary, there are also discussions about the possible extrinsic motivation and creativity relationship (Fairbank & Williams, 2001 , Van Dijk & Van den Ende, 2002 as cited in Baer et al., 2003) . Amabile et al. (1996) drew attention to the usage of reward, and claimed that extrinsic motivation could both hinder and enhance intrinsic motivation depending on the usage of the rewards and motivators. Amabile and Muller (2008) discussed that if rewards were given objectively according to the competence by enabling employees to become involved in their work, intrinsic motivation might even enhance. Eisenberger and Rhoades (2001) explored the incremental effects of reward on creativity and found that rewards contingent on creativity might enhance extrinsic motivation. Leaders may use rewards closely linked with creativity to modify creativity related employee behaviors. From a different perspective, it can also be said that although contingent reward is an accepted dimension of transactional leadership, in some studies positive reward behavior was also found to be loaded on transformational factor instead of transactional factor (Yukl, 1999; Goodwin, Wofford, & Whittington, 2001 ). Therefore, it may be evaluated as a dimension supplementary to transformational leadership.
In interpreting results of the study, it is important to keep several issues in mind. This study has some limitations. First it is dependent on a snapshot-in-time survey design, with a single observation with no control group, and limited control over the effects of variables. However, individual values can be considered as stable (Meglino & Revlin, 1998 ) dimensions that are not easily influenced by situational changes, so it is hard to assume that measuring them in more than one time frame would yield different findings. Second, only employees from the service sector from three big cities (İstanbul, Ankara, İzmir) were chosen as the sample of the research, so one should be cautious about generalizing the results to other sectors in different cities. Third, the study was performed in one culture, in Turkey, and its findings may be bound to only this particular culture. Fourth, it is difficult to infer cause-effect relationships in this study. Future research may introduce a longitudinal design for stronger causal interpretations of the model. Fifth, there may also be other unobserved variables which could be vital in explaining employee creativity in the work place. Thus, unobserved variables might have limited the implications of the study. Sixth, employee self-report perceptions of creative behavior were used. The term self-report data is used to refer to the data obtained using questionnaires or surveys containing items that asked respondents to report something about themselves and completed by respondents themselves. That may be associated with social desirability responding. On the other hand, during the study it was assured to the respondents that the organizational and personal information will be held confidential in order to decrease the possibility of social desirability responses. Respondent or subject bias may be considered as a limitation in survey studies. The results may be influenced by what respondents think is expected or by how they wish to appear to the researcher. That bias was tried to be prevented by collecting the responses without getting any information about the identity of the respondent. Seventh, it can be said that creativity is a self-awareness process, and understanding individuals" self perceptions and subjective experiences may be the first and very important step towards understanding the process of creativity. On the other hand, it can not be ignored that multiple referents including direct managers, peers, and customers might give more objective results for creativity.
In terms of managerial implications, the study highlights a number of important implications for HRM practices. The findings are especially important for the recruitment process for the organizations in the service industry, where creativity is essential. The statistical outcomes show that managers should especially seek to recruit employees possessing self direction value as a salient individual value. Employees with achievement value are also found to be more related with creative behaviors.
The results of the present study bring a different and complementary perspective for the selection of the employees for service sector organizations. Tests evaluating individual values of the employees may also be used among other selection tools for HR departments. It is worth to note that transformational leaders may also function as mediators to guide employees who support different individual values for involving in creative employee behavior in organizations.
To our knowledge, the present study can be considered as the first of its kind in Turkey which empirically explores the role of transformational leadership as a mediator between individual values and creativity. Transformational leadership is found to have at least partial mediation effect. Depending on the positive and significant relationship between individual values and creativity, future research may look into those relationships from different perspectives. Rank, Paca, and Frese (2004) Vol. 8, No. 6; 2015 creativity and innovation" (p. 524) . In terms of future research, creativity studies should have been the priority of not only researchers and academicians, but also that of managers. The present study provides a cultural perspective for issues related with creativity depending on the fact that it was conducted in Turkey. Further cross cultural studies including Turkey will serve as a future conceptual tool for explaining international differences in creativity. 
